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Cultural Determinants of Stress in the Construction Industry 
 
Wong Johnny1, Teo Melissa2 and Cheung Fiona 3 
 
Abstract: The need to better understand and deal with workplace stress has major implications for the construction industry, especially 
on a project level, because of its potential to directly impact on site productivity and safety, and ultimately, the achievement of project 
objectives. While there has been some understanding of the effect of workplace stress within the construction industry, the majority of these 
studies have explored individual determinants of workplace stress among construction professionals such as architects, engineers, quantity 
surveyors etc. To date, very little research has focused on workplace stress as encountered by construction site operatives. This is an 
important research deficiency as construction site operatives typically make up a significant percentage of on-site workforce and contribute 
most directly to project success. To address this imbalance in research, this paper proposes a theoretical framework to better understand site 
operatives’ experience of stress from a cultural perspective on three levels: individual, project and organizational which has been largely 
neglected in previous studies.  
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1. INTRODUCTION 
 
Stress at work has been increasingly regarded as an inevitable part 
of modern life. The construction industry, in particular, is 
considered one of the most challenging, labour-intensive and 
dangerous working environments (Loosemore et al., 2010; Sang et 
al, 2007). Construction companies typically operate in an 
extremely competitive market with relatively low profit margins, 
have to complete projects within tight schedules and constrained 
budget. To ensure the project is completed on time, within budget, 
and to specification, construction professionals and practitioners 
have high workload (Haynes and Love, 2004) and work long hours 
(Love and Edwards, 2005) to achieve these targets. As a result, 
construction professionals are exposed to a range of stressors 
which will result in harmful physically or mentally to the 
individual involved. In particular, the complex and dynamic nature 
of construction projects, along with the confrontational attitudes of 
project participants have led to higher than normal stress levels 
among on-site staff compared to other construction professionals 
(Love et al., 2010; Liu and Leung, 2002; Jaing et al., 2003).  
 
In recent years, there is considerable evidence to suggest that 
workplace stress has negative implications (i.e. distress) on an 
individual’s health and work performance with a direct flow on 
effect on site productivity and occupational health and safety (PC, 
2010; Stewart, 2006; and Suedfeld, 1997). A survey conducted by 
CIOB (2006) revealed that 68% of UK construction professionals 
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reported that they suffered from workplace stress, anxiety or 
depression. In particular, 27% of these have sought medical advice 
and 6% of those who had experienced occupational stress had 
taken time off. In Australia, the total cost of workplace stress-
related presenteeism and absenteeism amounted to an estimated 
AUD$14.81 billion a year (Medibank Private, 2008). In 2007-08, 
the number of mental stress cases recorded in the Australian 
working population was 34%, and represented a sizable increase 
from the 1997-8 statistics (PC, 2010). This suggests that work-
place stress is increasingly becoming an issue of concern within the 
business community, including the construction industry.  
2. STRESS IN THE CONSTRUCTION INDUSTRY 
 
A growing body of research has emerged in recent years to better 
understand workplace stress in the construction industry in an 
effort to understand the etiology of workplace stress and burnout, 
identify the categories of stress and guide the use of stress coping 
strategies (Leung, 2007; 2008b; Lingard et al., 2007). These studies 
focused mainly on identifying the cause of stress and burnout 
among construction professionals (Chan and Leung, 2009; Lingard 
et al, 2006 and Lingard and Francis, 2006) such as cost 
estimators/quantity surveyors (Leung, 2004; Leung et al., 2005, 
2006, 2007, and 2008a), project managers (Leung et al., 2008b and 
2009) and engineers (Lingard, 2003 and 2004). Other research 
have attempted to understand the impact of stress on professional 
performance (Leung et al, 2005, 2006, 2007, 2008a and 2008b), 
and also to develop a work-life balance model for industry 
practitioners (Lingard and Lin, 2004; Lingard and Francis, 2004, 
2005a, 2005b, 2008; Lingard et al., 2007). While these studies have 
provided an insight into how construction professionals cope with 
stresses arising from their professional roles, it does not provide a 
holistic picture of how workplace stress is managed on a site or 
project level. 
 
In particular, very little research to date has explored how site 
operatives manage stress in the workplace, particularly on 
construction projects. This is an important research deficiency that 
needs to be addressed as construction site operatives typically 
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make up a significant percentage of on-site workforce and can 
contribute most directly to project success (Applebaum, 1999; 
Leung et al., 2010). Site operatives are defined within the context 
of this research as site foremen, leading hands, tradesmen, 
labourers and other workers acting in a technical, hands-on 
capacity. Site operatives are the focus of this research as workers 
within the construction industry were found to be 1.7 times more 
likely than workers from other industries to experience stress at 
work arising from the physically intensive and repetitive nature of 
construction work and their low powerbase within a high pressure 
and dangerous work environment (Petersen and Zwerling, 1998). 
Leung et al’s (2010) study attempted to address this research 
imbalance by exploring the impacts of stressor and stress on site 
safety level among site operatives in Hong Kong. Their study 
found that of the two types of stresses identified, namely job stress 
and emotional stress, the latter was found to impact most directly 
on safety among site operatives as they are the least equipped to 
deal with the emotional side of stress (Leung et al., 2010).  
 
As construction sites, particularly those in Australia, employ 
increasingly large numbers of migrant workers as site operatives, it 
is possible that site operatives’ perceptions and management of 
stress within the workplace may be influenced by cultural factors at 
an individual, project and organisation level (DIAC, 2009). Indeed, 
research by Loosemore et al. (2010) found that on workers on 
cultural diverse worksites turned to other workers of a similar 
ethnic/ cultural background on-site for support and survival. 
However, there is currently no research that explores the role of 
culture in influencing how stress is perceived and managed among 
site operatives and it is the aim of this research paper to address 
this gap in research. 
3. A CULTURALLY DIVERSE CONSTRUCTION 
INDUSTRY 
 
Over the last two decades, building and construction has undergone 
an institutional and organisational transformation. In most 
advanced and developing economies such as Australia, 
construction corporations allocate a significant portion of 
construction site work to sub-contractors. Indeed, the extensive 
sub-contracting of construction work is becoming a common 
practice in construction industries around the world (ILO 2001; 
Kawano 1998). Another major change in the construction industry 
over the last decade is the evolution of many major construction 
companies into transnational conglomerates (Rosewarne, et al. 
1998), leading to considerable changes in employment relations 
and practices.  
 
The construction industry typically employs about 9% of the 
working population in Australia, making it one of the biggest 
employers of workers in Australia (Loosemore et al., 2010, ABS, 
2009). An estimated 20% of these workers are bornt overseas, half 
of these from non-English speaking countries, making construction 
sites one of the most culturally diverse workplaces in Australia 
(Loosemore et al., 2010; ABS, 2009; DIAC, 2009). The emphasis 
of the migration program has had profound implications for 
prospective labour supply, in particular altering the ethnic 
composition of the building and construction industry’s workforce.  
 
In recognition of the above trends and issues, the topic of cultural 
diversity management in the construction sector has drawn 
growing attention in construction research (Ofori, 1994; 
Loosemore and Al Muslmani,1999; Debrah and Ofori, 2001; 
Loosemore and Chau,2002; Loosemore and Lee, 2002; Gale and 
Davidson, 2006; Dainty et al., 2007). A number of studies have 
suggested that a culturally diverse workforce, where effectively 
integrated, can have a positive effect on work productivity, 
problem solving, creativity and innovation and ultimately 
competitive advantage (Cox and Blake, 1991; Hoecklin, 1994). 
Conversely, if not managed properly, ethnic diversity can have a 
negative impact on business efficiency and productivity with 
impacts ranging from high incidence of workplace conflict, low 
morale, high labour turnover, lower quality work, absenteeism, 
illnesses and a poor corporate image (Hay, 1996; Steele and Sodhi, 
2006). Loosemore et al. (2010) recently conducted an extensive 
survey to investigate the operatives’ experiences of cultural 
diversity on construction sites in Australia. The study concluded 
that that cultural diversity presented significant organisational 
challenges by segregating the workforce such that cultural 
differences were tolerated but not optimised. This was therefore 
counterproductive to the development and adoption of a coherent 
project culture. While there broadly appears to be equality of 
opportunity for all cultural groups, there is significant evidence that 
points to the differential treatment for some groups, particularly in 
relation to accessing higher paying jobs, obtaining promotions, 
offensive graffiti and racist joke telling. The same study also found 
that language barriers was one of the major challenges affecting 
work and social relations between different cultural groups and 
there is evidence that this has a detrimental impact upon safety. 
Despite these efforts, there has been little extensive and systematic 
research to map out the cultural determinants of the stress on the 
construction site, in particular the stressors faced by the sub-
contractor level in culturally diverse workplace environment. Little 
is known about the impact of cultural diversity on the workplace 
stress of site operatives on construction sites. Limited research has 
also attempted to investigate how the site operatives from different 
cultural backgrounds react to stress. This research therefore seeks 
to make an important contribution in this area by exploring how 
culture affects perceptions and management of stress among site 
operatives at three levels: individual culture, project culture and 
organisational culture.  
4. CULTURAL PERSPECTIVE ON STRESS 
 
4.1 Individual Cultural Differences in Stress 
Perception and Management  
 
Cultural differences in the way stress is perceived and managed in 
the workplace has been increasingly recognised in contemporary 
multi-cultural workplaces as providing the critical link between 
why and how some mitigation strategies are more effective in some 
cultural contexts and workplacs and not others. Previous studies 
suggested significant differences in the stress level and coping 
mechanisms of individual workers in different cultures (Cohen, 
1976; Cooper and Arbos, 1984; Etzion et al., 1982). Despite the 
efforts, there are very few studies in the cross-cultural literature on 
work stress in various occupational fields, especially in building 
and construction field.  
 
A review of cross-cultural research revealed that cultural 
variability might be useful to explain behavioural distinctions 
between Easterners and Westerners in carrying out a business 
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process in the workplace (Brew and Cairns, 2004; Ting-Toomey, 
1988 and 1999). The first is associated with the well-established 
cultural value of individualism-collectivism (Brew and Cairns, 
2004; Ting-Toomey, 1988; Hui, 1988; Matsumoto, 1991; Triandis, 
1995; Gudykunst and Kim, 1997; Hofstede, 1998; Neuliep, 2000; 
Ting-Toomey and Oetzel, 2002). This individual-collectivistic 
dimension is considered to have significant impacts on the social 
and emotional support an individual has access to (Sinha, 1986 and 
1988; and Mishra et al. 1990).  
 
Hofstede (1983) indicated that individualism-collectivism was the 
major construct between the Eastern and Western societies. 
Collectivism has been defined as ‘a set of feelings, beliefs, 
behavioural intentions, and behaviours related to solidarity, 
concern for others, cooperation among members of in-group and 
the desire to develop a feeling of groupness with other members’ 
(Kapoor et al., 2003, p.687). In general, Asian, such as Chinese 
people measure high on collectivism as they emphasize 
cooperation, interdependence, and harmony. They are more 
concerned with the consequences of their behaviours on their in-
group members and are more likely to sacrifice personal interest 
for the attainment of collective interests (Hofstede, 1983; and, 
Chan and Goto, 2003). In contrast, individualism is a characteristic 
of cultures in which ‘the tendency to view one’s self as independent 
of  others and to be more concerned about the consequences for 
one’s self of a particular behaviour’ (Thomas, 2002, p.62). 
Waterman (1984) identified four psychological qualities for 
individualism: (1) sense of personal identity, (2) striving to be 
one’s true self, (3) internal locus of control, and (4) principled 
moral reasoning. Westerners measure high on individualism as 
they are more concerned with the impact of their behaviour on their 
own needs, interests and goals over community concerns, and tend 
to be less concerned about the consequences of their behaviours on 
people in the social environments (Bond et al., 1985). Laungani 
(1992) argued that each culture produces its own unique sets of 
stressors. Cultures differ not  merely in terms of their physical, 
economic, and social environments, but also in terms of their 
values and ideology. Laungani (1993) argued that certain values 
and behaviours are culture-specific, and therefore certain stressors 
are also culture-specific. This suggests there are fundamental 
differences between a person’s cultural background that determines 
individual perceptions and reactions to stress, as well as the coping 
mechanisms employed among site operatives on construction sites.  
Laungani (1992) further argued that situations considered as 
stressful in western societies may not be perceived similarly in 
non-western societies and vice versa. Management of stress 
between two different cultures can also differ. The methods of 
stress management in western societies ranged from a variety of 
conventional individual and group psychotherapies, which include 
behaviour modification, relaxation teachniques, to non-directive 
client-centred therapies. There are also less conventional 
techniquess of stress management, such as exercises and art 
therapy.  
 
In their research study investigating how ethnic differences 
between Asian and White American students affect their ability to 
cope with interpersonal stressors, Lam and Zane (2004) found that 
cultural influences were pivotal in shaping an individual’s stress 
coping actions. They argued that while the ability to cope with 
stress is a universal process, different cultural background and 
values bring forth different coping patterns. When comparing 
primary control coping to secondary control coping of Asian and 
White American, Lam and Zane (2004) found that Asians were 
more oriented toward secondary control (i.e., changing the 
individual’s feelings and thoughts to adjust to the objective 
environment), whereas Americans were more oriented toward 
primary control (i.e., changing the existing environment to fit the 
individual’s needs). The results also indicated that in interpersonal 
contexts, individuals from Asian backgrounds were more likely to 
engage in secondary control coping measures than those from a 
Western background.  
 
Narayanan et al. (1999) examined the occupational stress in a 
cross-cultural context with a sample of female clerical employees 
from an Eastern (i.e. India) and a Western (i.e. the United States) 
culture. They found that there was a significant difference in the 
perception of the source of stress reported in each country. In the 
American context, lack of control/autonomy appeared to be a 
major source of stress. In contrast, the Indian sample reported that 
lack of structure and clarity was a great source of stress, and not 
one respondent reported having too little control. The differences 
in response to control issues between Indian and American 
employees in their study may also be related to their individualism 
and power distance. Individualistic Americans with lower power 
distance will likely expect a certain degree of autonomy and 
control over their own work. On the other hand, Collectivistic 
Indians have high in-group power distance and expect a certain 
degree of control and direction from their superiors. 
 
In another study, Etzion and Pines (1986) found that culture was an 
important factor in determining coping strategies with stressful 
events. In their studies comparing modes of stress coping among 
US managers and Israeli managers, they found that Israelis tend to 
employ more active coping modes than their counterparts, and they 
are more likely to have supportive networks of families and friends 
than the Americans. In the education field, a cross-cultural study 
into the occupational stress among teachers from a Jewish and 
Arab group by Gaziel (1993) suggested that the cultural factor does 
have an impact on the perception of occupational stress and the 
choice of some strategies for coping with stress. The results 
suggested that Jewish teachers are more vulnerable to 
environmental expectations than the Arab teachers, while the Arab 
teachers are more vulnerable to work conditions. Jewish teachers 
frequently use active behavioural strategies in coping with 
occupational stress, while the Arab teachers usually employ 
inactive behavioural strategies in coping.  
 
Research by Leung et al. (2005a; 2007a; 2009) suggests that stress 
at an individual level occurs when there is a combination of 
stressor and stress reactivity. Both factors have to be present for 
stress to occur. Stressor acts as one of the essential components of 
stress, which has potential to evoke a stress reaction. In 
construction field, stressors can generally be divided into three 
major categories which are task, (inter-) personal and 
organizational (Leung, et al., 2005a, 2007a, 2009).  
 
Task stressors refer to the sources of stress such as too much or too 
little work, time pressure and deadlines, having too many decisions 
to make (Sofer, 1972), fatigue from the physical strains of the work 
environment, excessive travel, long hours, having to cope with 
changes at work and the expenses (monetary and career) of making 
mistakes (Leung, et al., 2007a).  
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On the other hand, stressors usually generate different stress 
reactions to different individuals as people have different 
personality. Some people are pessimist and easily predisposed to 
stress; they are unable to cope with stress. However, some people 
do better in coping with stressors than others as they are optimist; 
they alter their behavior in a way that meets the environmental 
challenges. Individuals respond to external pressures, by adapting 
and adjusting in a variety of ways, dependent on their types of 
personal behavior patterns. Generally, personal behavior can be 
grouped as Type A and Type B behavior. Type A behavior is a 
behavior pattern characterized to be aggressive, competitive, hasty, 
time impatient, insecure about status, hostile, self-critical, and 
incapable of relaxing. Individuals with Type A are more vulnerable 
to stress (Leung, et al., 2008b, 2010; Friedman & Roseman, 1974; 
Evans, 1990). They are time driven, live by timetables and 
deadlines, are impatient, insecure of status, generally hostile and 
incapable of relaxing, which is opposite for those with Type B 
behavior who are more easy-going and placid (French & Caplan, 
1972; Caplan & Jones, 1975). Individuals with high levels of 
optimism, Type B behavior, maintain a positive view of personal 
situation and believe that people and events are inherently good. 
(Leung, et al., 2010) As referring to previous studies, Type A 
people report more stress and stress-related illness than Type B 
people do (French & Caplan, 1972; Friedman & Roseman, 1974; 
Caplan & Jones, 1975). 
 
Previous research also suggested that the size and structure of a 
company has a strong relationship with the level of stress suffered 
by individuals (Kasl, 1992). For example, organizational 
downsizing may lead to decreases in job security, organizational 
commitment, trust among coworkers, and job satisfaction, and 
increases in workplace conflict (Murphy & Pepper, 2003). 
According to Rogers’ (1983) study, organizational structure is the 
primary perceived stressor for the majority. Moreover, previous 
studies were also discovered that both bureaucracies and the lack 
of power associated with an individual would exacerbate stress 
(Zaleznik, et al., 1977). Besides, Cooper’s study (1983) also 
recognized organizational politics is an organizational stressor that 
plays out into dysfunctional consequences for individuals. It varies 
greatly among companies without the consideration of employees’ 
feelings therefore caused them to feel considerable stress (Leung, 
et al., 2008b). As above-mentioned, considerable research efforts 
have been done to understand the stressors affecting construction 
professionals such as quantity surveyors/estimators, architects, 
construction/project managers, engineers etc. However, there is 
little research have been attempted to understand the stressors of 
construction operatives. Table 1 summarises the stressors of 
various construction professionals unveiled in previous studies. 
4.2 Project Culture 
Construction project environments are usually dynamic, complex, 
diverse and hostile (Sidwell, 1990). Most construction projects 
involve members drawn from different stakeholder organizations – 
such as the client, design team, the consultants, contractors and 
subcontractors. The dynamic nature of construction involves rapid 
change and unanticipated decision situations where quick action is 
required.  
Love et al. (2010) recently conducted a study to investigate stress 
and mental health on construction professionals in Australia. The 
study reports that both contractors and consultants were found to 
be experiencing significant levels of workplace stress (above the 
normal level levels identified in the SWS-Survey Manual). 
Construction managers and foreman were found to work in excess 
of 60 hours a week. Work overload has long been recognized as the 
prime determinant of emotional stress which may impact on 
performance (Leung et al., 2008). However, the nature of 
construction project often demands employees to work for longer 
and unstable hours. The same study by Love et al. (2010) reports 
that contracting professionals found their on-site experience as 
‘devoid of feedback, caring and appreciation’. These experiences 
are associated with criticism by fellow workers and a lack of 
control, clarity and certainty at work. This experience is likely to 
be exacerbated at site operative level as they have low power base 
and typically have access to limited support, making them most 
likely to internalise any work stresses and problems encountered.  
Construction sites are predominantly the most culturally diverse 
workplaces in Australia. Interaction between workers on-site from 
different cultural background takes place due to the nature of 
construction activities which requires different trades to interact. 
Loosemore et al. (2010) suggest one of the major challenges 
affecting work and social relations on construction sites is language 
barriers which can cause communication problems. Even though 
the attitudes towards cultural diversity on construction sites are 
generally positive, cultural differences and stereotypes play a major 
role in shaping workers’ perceptions of other ethnic groups. After 
all, the culture of a society (ethnic group, project team or 
organization) is patterns of shared values and beliefs that evolve 
into norms of behaviours (Schein, 1990). 
Table 1: Summary of Stressors of Construction Professionals 
in Previous Studies 
Professionals* QS CM AR EN C-P 
Stressors** 
(Inter-) Personal      
Type A Behaviour 2,4 - - - - 
Work-family 
Conflict 
1,2,4 5,11,12 14 16 - 
Relationships with 
others (Social/ 
workgroup) 
2,3,4 5,10,12 14  7,9,13 
Distrust 1 - - - - 
Task      
Work Overload 1 5,8,10,1
1,12 
14 15,1
6 
6,7,9,1
3 
Work Underload 1,2,3,
4 
- - - - 
Role Conflict & 
Ambiguity 
1,2,4 5,8,11,1
2 
14 15 6,7,9 
Job Specify 1 - - - - 
Organizational      
Poor Work 
Environment 
1,2 5,11 - 15 7 
Lack of Feedback 3 - - - 7 
Lack of Autonomy 3 - 14 - - 
Unfair Reward & 
Treatment 
3 - - 15,1
6 
- 
Organization 
Structure & 
Climate 
- 8 - - 9 
Note *: QS – Quantity Surveyors; CM – Construction Managers; AR – 
Architects; EN – Engineers; C-P – Other Construction Professionals 
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Note **: 1 – from Leung et al. (2005a); 2 – from Leung et al. (2007a); 3 – 
from Leung et al. (2007b); 4 – from Leung et al. (2008d); 5 – from Leung 
et al. (2009); 6 – from Yip (2008); 7 – from CIOB (2006); 8 – from 
Sutherland & Davidson (1993); 9 – from Loosemore & Waters (2004); 10 – 
from Davidson & Sutherland (1992); 11 – from Djebarni (1996); 12 – from 
Sutherland & Davidson (1989); 13 – from Janssen et al. (1999); 14 – from 
Sang et al. (2007); 15 – from Lingard (2003); 16 – from Lingard & Sublet 
(2002) 
4.3 Organisational Culture 
 
The role of organisational culture on the stress coping capabilities 
of site operatives and subcontractors arises from the “… taken-for-
granted values, underlying assumptions, expectations, collective 
memories and definitions…” (Cameron and Quinn, 1998: 14) that 
shape site operatives’ perceptions of behavioural norms and how 
much resources and support they have access to when dealing with 
stress in the workplace. Zhang and Liu (2006: 817) refer to 
organisational culture as “an intangible force… believed to play a 
tangible role in affecting the competitiveness, development and 
ultimate survival of the organisations” (Zhang and Liu, 2006: 817). 
Handy (1985) suggests that organisational culture is influenced by 
a number of factors, including organisational history, size and 
ownership, market, competitive scene, geographical and societal 
environment; and people (Kwan and Ofori, 2001: 620). This 
suggests that organisational culture is an important consideration as 
it permeates every level of the organisation to influence 
management strategies employed at a project level, and hence the 
strategies employed to manage stress among site operatives (Auch 
and Symth, 2010).  
 
Organizational culture is often linked to effectiveness, and is 
premised on the relationship between how organisations are 
structured and its direct relationship with performance and 
effectiveness (Brown, 1998; Zhang and Liu, 2006). From a stress 
management perspective, this suggests that there are preexisitng 
orgnisational mechanisms and systems that shape how stress is 
managed on projects, with these mechanisms playing a pivotal role 
in facilitating or hindering how stress is managed on a daily basis 
(Yong and Low, 2008). This means that over time, as 
organisational cultural attitudes towards particular issues e.g. pro-
work life balance become evident, site operatives at work adopt 
these existing standards as a workplace norm and adapt their 
behaviours accordingly to conform.  
 
Leung et al. (2009) identified a range of organisational stresses 
inherent within the organisation’s culture that can impact on 
workers’ perceptions of stress in the workplace. Organisational 
stresses refer to “... sources of stress coming from and within the 
organisation itself” (Leung et al., 2009: 127) and include 
organisational structure and a career-developing environment. 
These factors, particularly organisational structure, shape worker’s 
perceptions of how bureaucratic organisation systems and 
hierarchies are and perceptions of fairness in the workplace (Leung 
et al., 2009). Further, as site operatives have low powerbase, they 
are often excluded from critical decision making about the project 
environment and other critical aspects such as workload, and career 
development, there is a reduced sense of empowerment that leads 
to feelings of stress (French and Caplan, 1973; Margolis et al., 
1974). To reduce stress at site level for workers such as site 
operatives, Love et al., (2010: 651) have suggested a number of 
structural or organisational level measures that can make a 
difference, such as “modifying work time/ shifts, reducing physical 
hazards, improving career ladders, modifying the use of training 
and technology, job rotation and enrichment and empowerment”. 
5. CONCLUSIONS 
 
Construction sites are inherent stressful workplaces for the people 
who work in them due to the need to delivery projects on time, 
within budget so as to satisfy the increasingly high expectations of 
clients. While past research has explored stress levels among 
construction professionals, research in this area has largely ignored 
stress from the perspective of site operatives working on 
construction sites. This is a significant research gap that needs to 
be addressed as site operatives typically make up a sizable 
proportion of the on-site workforce and can impact most directly 
on site productivity and success. 
 
This paper explored cultural determinants of stress from three 
perspectives, namely at an individual, project and organizational 
level. In so doing, the paper has presented an integrated view of the 
importance and effectiveness of culture in managing stress among 
site operatives.  
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